SUMTER COUNTY BOARD OF COMMISSIONERS
EXECUTIVE SUMMARY

SUBJECT: Compensation Market Salary Study Recommendations

REQUESTED ACTION: Approve the Compensation Market Salary Study and the
Recommendations affecting classification/position range upgrades

[1 Work Session (Report Only) DATE OF MEETING: 9/28/2010

Regular Meeting [} Special Meeting
CONTRACT: [1N/A Vendor/Entity:
Effective Date: Termination Date:

Managing Division / Dept:

BUDGET IMPACT: ~$232,200 (8300,000 reserved for adjustments in FY 2010-11 budget)
Annual FUNDING SOURCE: General Fund

(] Capital EXPENDITURE ACCOUNT:  (budget amendments pending approval)
RZN

HISTORY/TACTS/ISSUES:

A Compensation Market Salary Study was performed by Evergreen Solutions, LLC, for the Board of
County Commissioners (BOCC) and Elected Officials (Clerk of Circuit Court, Property Appraiser,
Sheriff, Supervisor of Elections and Tax Collector). The study focuses its attention on external equity
using comparisons of ranges assigned to job classifications and does not review individual pay of
employees. A draft report was provided and reviewed by staff. The final draft report was provided to
the other elected officials on 9/23/10 for review and comiment,

Sixty-five job classifications were selected as benchmark positions. The job classifications setected
provided the consultant with a representative sample of jobs that were proportionately distributed
among job families, pay ranges, departments and elected official’s offices. A list of 30 survey targets
was developed taking into account geographic location and relative population size (sce page 3-1 and
3-2).

The report's major conclusions find:

- The County is approximately 0.33 percent above the market average minimum across all
benchmark titles; 0.94 percent above the market midpoint average; and 1,19 percent above market
average at the maximum of the range,

- County pay ranges are effectively keeping pace with the market, both in structural terms (the
dimensions of the plan) and in competitive terms (the value of the ranges/grades). Some positions may
warrant market-based upgrades while other more dramatic outliers warrant additional classification
analysis.

The County currently finds itself in an unusually level position with regard to the markei, The fact that
market average ranges are so close to those same range points indicates that the County is ufilizing a
pay plan that mirrors the average structure present in the labor market,

The consuitant is recommending no changes to the compensation structure (BOCC). The pockets of
market inequity are identified by classification/position and recommended for upgrade to match their
market position (page 4-2). '




There are a total of 24 job classifications of the BOCC identified for range upgrade. Ofthe 24 job
classifications, 13 classifications are non-supervisory (54%) and 11 classifications are supervisory
(46%).

There are a total of 64 job positions within the 24 job classifications of the BOCC identified for range
upgrade. Fifty-one (53) positions are non-supervisory (83%) and 11 positions are supervisory (17%),

To fully fund the recommended upgrades, the cost will be approximately $182,535 for salaries and
$49,664 in fringe benefits for a total of $232,199. Sixty-seven percent (67%) of the salary upgrade
dollar amount is for non-supervisory employees ($122,046) and 33% ($60,489) is for supetvisory
employees. The Board currently has $300,000 reserved in the fiscal year 2010-11 budget for market
adjustments,

The salary survey market averages and differentials could not be established for elected officials that
are cutrently not using pay ranges or grades (page 3-6 footnote).

Staff recommends upgrading the BOCC positions as recommended above at 100% funding. Additional
funding options are as follows:

D Fanding at 100% for one range adjustment and 90% for adjustments recommended for two or
more ranges ($169,717.68 total salary and benefits; $113,634 salaries; $56,083.68 benefits)

2) Funding at 100% for one range adjustment and 80% for adjustments recommended for two or
more ranges ($156,871.84 total salary and benefits; $105,172.96 salaries; $51,698.88 benefits)

3) Funding at 100% for one range adjustment and 75% for adjustments recommended for two or
more ranges ($150,514.48 total salary and benefits; $101,028.88 salarics; $49,485.60 benefits)




EVERGREEN SOLUTIONS

INTRODUCTION

In June 2040, Evergreen Solutions was retained by the Sumter County Board of County
Commissioners (County) to conduct a Compensation Market Salary Study of all positions in
the organization. A study of this type by design focuses its attention on external equity when
considering how the organization compares to the market. Internal equity, however, is
equally important and relates to the fairness of an organization’s compensation practices
among its current employees. In the context of a more comprehensive study which would
assess the relative accuracy and faitness of the classification plan such internal equity
would be evaluated by reviewing the skills, capabilities, and duties of each position, and
then determining whether similar positions are being compensated in a similar manner
within the organization. Even in a more limited market-based review, the changes proposed
in accordance with the findings can have a ripple effect on internal equity. As part of the
study, Evergreen Solutions, LLC was tasked with:

s Collecting and reviewing current environimental data present at the County.

s Conducting a market salary survey and providing feedback to the County regarding
current market competitiveness.

« Developing strategic positioning recommendations using market data and best
practices.

» Developing and submitting draft and final reports summarizing findings and
recommendations.

1.4 STUDY METHODOLOGY

Evergreen Solutions combines qualitative as well as quantitative data analysis to produce an
equitable solution in order to maximize the falrmess and competitiveness of an
organization's compensation structure and practices. Project activities included:

s conducting a project kick-off meeting;

« conducting orientation sessions with employees;

¢ facilitating employee focus group sessions;

« conducting a salary and henefits survey;

L
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e developing recommendations for compensation adjustments;
+ creating draft and final reports,
Kickoff Mesting

The kickoff meeting provides an opportunity to discuss the history of the organization,
finalize the work plan, and begin the data collection process. Data collection of relevant
background material (inciuding existing pay plans, organization charts, policies, procedures,
training matetrials, job descriptions, and other pertinent material} is part of this process.

Qrientation Sessions

The orientation sessions are designed to brief employees and supervisors on the purpose
and major processes of the study, This process is intended to address any questions and
resolve any misconceptions about the study and relevant tasks. In addition, employees are
asked about their experience with the organization and to identify any concerns they have
about compensation. This information provides some basic perceptional background as
well as a starting point for the research process,

Salary and Benefits Survey

The external market is defined as Identified peers that have similar characteristics,
demographics, and setvice offerings as the target organization and benchmark positions are
indentified from each area and level of the organization and typically include a large cross-
section of positions at the County. Once the target and benchmark information is finalized, a
survey tool is created to solicit salary and benefits information from each of the peer
organizations. When the results are received, the data are analyzed, cleaned, and entered to
provide aggregate findings. .

Solution Creation - Pay Schedule and Transition Costing

Solution creation follows agreement on the structure of the compensation system. During
this phase, If reconstruction of the compensation plan is necessary, desired range spreads
(distance from minimum to maximum) and midpoint progressions (distance from the
midpoint of one pay grade to the next) are established. Once the structure is created, jobs
can be slotted into the proposed pay grade structure using market data and Client Project
Manager ({CPM) feedback.

As part of the study, the organization identifies its desired market position. Subsequently,
the pay plan and job slotting within the system can he adjusted to account for this desired
position In the market.

The final step, in the creation of the solution, is to identify those classifications which
necessitate adjustments based on observed imarket conditions and make recommendations
for revising thelr pay grade.

)
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1.2  REPORT ORGANIZATION

This report includes the following chapters:
s Chapter 2 - Employee Qutreach
s Chapter 3 - Market Survey Summary

e Chapter 4 - Recommendations

% Tvergreen Solutions, LLC Page 1-3




EVERGREEN SOLUTIONS, LLC

A vital part of all compensation studies is the participation of employees and supervisors In the
oulreach process via orientation and focus groups, This progess cannot be overtooked for its ability
to engage the employees and the individuals actually petforming the work and achieve buy-in from
the people most qualified to offer anecdotat Information and Insight Into how work is organized
within Sumter County {County),

While on-site with the employess, supervisors, and department heads of the County, Evergreen
Solutions consultants conducted orientation sessions and facliitated many focus groups, A large
cross-section of employees attended these sessions and were asked to share their perceptions,
opinions, and atttudes about the current compensation system. The Evergreen Solutions
consultants were able to meet with the majority of County employess.

It should he noted that the information provided below represents only those perceptions and
opinions offered during the outreach period of the study and does not necessarily reflect statistical
or quantifiable facts, Evergreen Solutions utllizes the employee outreach component as a hefpful tool
in focusing subsequent analysls, but does not rely solely on employee perceptions when making
spacific recominendations regarding classification and pay structures.

EMPLOYEE OUTREACH

The Evergrean Solutions team conducted a serles of employee focus groups and interviews during
July 2010, Questions were designed to solicit Input on a number of toples related to the
compensation study, Findings from employee outreach are separated by category helow.

General Feedback

Employees cominonly regard the County as a good or great place to work and feel that it provides a
pleasant and rewarding work environment. Other generally positive observations offered by
employses include: ‘

» Many of the employees said they appreclate the fiscal prudency with which the County
leaders prioritize and spend budget dollars.

» The County Administrator is known for having an open-door policy which has made him
very approachable to employees at all levels,

» Internal service departments such as Human Resources, and administration are seen as
very solid and effective while maintaining high levels of customer service.

+  Employees generally appreclated the overall good quality of thelr Biue Cross & Blue
Shield health insurance plan. Some comments were made regarding the cost of the
program hut overall the feedback was positive.

, %
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» Alf of the employees who were familiar with this progess were generally encouraged that
the County was seeking objective third-party analysis of its compensation and system,

« The Florida Retirement System is seeh as a partlcularly favorable benefit.

s+ Most employees of the Countly live nearby and cited the relatively short comnute as a
significant henefit.

+ The County was recognized for not laying off additional staff and most employees feel
happy to have jobs.

Benefits Obsarvations

A strong majority of employees were pleased with the benefits package offered by the County to its
employees. In fact, many employees stated that it was one of the main reasons for coming to work
and staylng employed with the County,

o When asked how the staff felt about their benefits compared to outside organizations,
most empioyees stated that the County's offerings were more generous than most of the
County's competitors that they were aware of.

* Employees with longer tenure remember a time when the health Insurance plan was less
expensive and appeared to be a more rohust policy and they wish to have more options
to select a different policy.

s Employees expressed an interest in a cafeteria style plan that allows employees to select
and omit various options allowing them to have a more taitored benefits package.

« Employees like and appreciate the Fiexible Spending Account (FSA} and use It often for
co-pays, prescriptions, ete.

Compensatlon Issues
County staff offered several comments related to compensation, these Included:

+ Many employees noted that they observed low turnover and estimated it to be less than
1C% per year.

+ Many employees have the perception that salarfes within the County are tower than the
surrounding area.

+ Fmployees feel that with recent reductions tn force that workload has increased steadlly
pver the last 6 years without compensation increasing to match.

+ Employees observe a tendency within the County to outsource which has a stated
negative Impact on morale.

« All employees noted that no Cost of Living Adjustment (COLA) or other pay raise has
oceurred for 3 years. Further review reveals that FY02-10 was the only year with no
Increases in racent history.
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»  Some employees expressed concerns with the move to a merit based compensation plan
which is designed to pay for performance and the inexpstlence of supervisors in
conducting such reviews.

¢ Inyears past when the only Increase was given was a COLA, this was not seen as a true
pay increase, rather the bare minkmum to offset the rising costs living.

« Morale was typically observed to be low. This is commonly the case in meetings such as
these where employees are being asked to share thelr criticlsms, but there were a few
specific instances such as the new facility being built in The Villages and the money
spent on that endeavor that the employees feel would be more wisely spent on retaining
and recrulting employees.

+ Employees fram all departments of the County recognlze that they are being asked to do
more with lass and while many appreciate the fact that the budget is suffering, they also
feel worn down over time. Much of this feedback revolved around staffing lovels.

« Nearly every group expressed concern that there were compression issues bacause of
overlap among people within the same classification and overlap betwoen
supervisors/managers and the people they supervise.

Classification fsstes

Many of the directors, supervisors, and employees provided the Evergreen Solutions team with
issues specific to Individual classifications which were analyzed during the JAT process. More genoral
issues included:

s Some employees felt that there were Internal inequitles regarding individuais In the saine
classification as them across the County. Their concern was that the tasks that each of
the jobs performed were vastly different.

e A few iIndividuals said that some jobs have oub-grown their initial design and are
perfarming duties far outside the original intent of the position.

s There is a strong concern with the degree to which new duties and responsibitilies are
being merged as people have been lald off or otherwise left in recent years.

+ There is some concern with under staffing by employees which they hope will be helped
in the future when hudgets allow, but some employess feel that when the economy
softens that people who've been “tolerating” the County will seek outside employment,
thus leaving the County facking experienced staff.

Marketl Peers

Focus group and interview particlpants were asked to name those organizations that they considered
to he market peers. These are organizations that the focus group and interview participants felt are
the biggest competitors to the County In terms of compensation, benefits, and other intrinsic
qualities such as working conditions. Thelr responses are listed helow;

«  Gity of Ocala

%%’;,7 Fvergreen Solutions, LLC Page 2-3
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SECQO (Powen)

Fed/State Prison

- Sumter Co. Schools

WalMart

The Villages

Lake County

Citrus County

City of Glermont

City of Inverness

City of Apopka

City of Tampa

SW Florida Water Management District
City of Bushnell

Florida Power/Progress Energy
CSX Railroad

City of Leesburg

Marion County

Benchimark Positions

We solicited Input from employees as to which positions at the County present the greatest
challenges with regard to recruitment and retentfon. Not all of these classifications are necessarily
difficult to fill, but difficult to retain Individuals for. For example, the County receives hundreds of
applications each time an opening for Office Assistant comes up, however the comment from focus
group particlpants was that this position seems to struggle with retention. These positions provide a
hasic framework for populating the matket salary survey. The positions mentloned by focus group
and interview participants were as follows:

L]

Transit Driver
Animal Control Officer
Transit Manager/Asst. Manager

Budget Direcior

% Evergreen Solutons, LIC
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» Library Services {Outreach Spec,, Library Manager)
o Public Works Director

e Mosquito Control Tech |

+  Staff Englneer {(With PE}

¢ Maintenance Worker

¢ Crew Leader

s Anfmal Contro! positions

+ Fire Service positions

SUMMARY

In addition to the expected negative comments that come from the outreach process, employees
sald the County can be a very positive place to work, and the vast majority of employees cited the
friendly atmosphere, and quality of co-workers as reasons they remaln with the County.

The information recelved from employees aided Evergreen Solutions in the development of
recommendations and provided an excellent foundation for the remainder of this study.
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External market comparisons provide the best and most direct method of determining the relative
position of an organization in the market place. Specifically, market comparisons focus on the
average of the market and range characteristics. As a result, market data can be used to evaluate
overall structure, such as ranges; summarize overall market competitiveness, and capture the
current highs and lows of the pay plan at a fixed point in time. Market data as It Is gathered under
this methodology Is not an ideal tool for comparing individual salaries. Rather its intent Is to provide
analysis of overall market competiveness of an organization's salary structure. Given the sampliing
approach and market characteristics, a market compatison typleally Is not the sale determiner of
recommended pay levels by classification nor does it allow for specific, quantifiable salary
recommendations for individuals. Market analysis does not translate well at the Individual level
because Individual pay Is determined through a multitude of factors including geographical job
market, performance, prior experfence, education, and, In some cases, an individual's negotiation
skitls during the hiring process and the demand for the type of Job, High demand fields often demand
higher starting wages to compete with the private sector, thus temporarlly driving up labor costs for
these fields. This was observed with Information Technology in the 1990°s and during the building
boom in Florida in the early 2000's, with planning and engineering positions. With the downturn in
the economy In recent years the deinand for these jobs in particular has seen a reduction.

Prior to presenting the analysls, it should be noted that market analysis Is best thought of as a
shapshot of current market conditions. In other words, market conditlons change, and in some cases
change quickly. So while market surveys are useful for making updates to a salary structure, they
must be done at regular intervals If the organization wishes to stay current with the marketplace. In
the case of Sumter County, FL (County), it has been at least eight years since a comprehensive
compensation study was completed without any Interim adjustments to the plan or widespread re-
slotting of positions as a whole. For that reason, it may be predicted that the market position of the
County will be observed as somewhat lower than desirable. Market data are most useful in making
adjustments to overall pay plans and making job classification placements within the overall pay
structure.

Evergreen Solutions consultants conducted a comprehensive market salary and henefits comparison
survey, A representative cross-sectional group of 50 job classifications was setected with input from
the County's projact team.

Survey results for the salary minlmums, midpoints, and maximums are presented in Exhibit 3A.
When seeking to compare the County to its peers, a number of factors were taken into account, such
as geographic location and relative population size. A list of 30 survey targots was developed and
approved by the County prlor to commencing the survey. The targets included: (continued next page}

. City of Ocala . Hernando County

. City of Leesburg . Pasco County

. City of Bushnell . Polk County

. City of Clermont . Levy County

. City of Inverness . Hillsborough County
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. City of Apopka . FC1 LOW Coleman — Fed. Prison, Coleman FL
. City of Tampa . Lake Corr, Inst, - State Prison, Clermont FL

. Dade City . Sumter Corr, Inst. - State Prison, Bushnell ¥L

. City of Brooksville . Southwest Florida Water Management District
. City of Zephyrhilis . Sumter County Schools

. City of Dunnellon . Village Community Development District

. Floral City . SECO Energy/ Sumter Electtic

. Lake County . Walmart

e Citrus County . Progress Energy/Florida Power and Light

* Marion County . CSX Railroad

Market data was submitted by 20 of the 30 desired target organizations. This Is a significant level of
response and strengthens the conclusions drawn by this survey. Data colfected outside of the County
was adjusted for Cost of Living using Enterprise Florida and University of Florlda annual cost of living
index factors which are divided state-wide by county, This caleulation allows salary dollars from
entities across the state to be compared in relevant Sumter County spending power,

Predictably, those organizations that elected not to participate in the salaty survey were primavily
those in the private sector. In fact, not a single private sector peer identified provided data for this
analysis. In lisu of direct data gathered froin these companles, secondary data from the Economle
Research Institute (ERI) was collected for the benchmark classifications to provide the private sector
perspective, ER| is chosen because we want the lowest level of aggrogation that s aflowed. Most
third parties will not provide the actual response data, but will allow some aggregstion and
disaggregation of the data. ERI offers a considerable amount flexibility on defining the market and
customizing jobs, so they are one of our partners of choice.

Sixty flve Job classifications were selected as benchmark positlons for the County. The selection
process was based on the goal of having a representative sample of jobs that were proportionately
distributed among the job families, pay grades, departments and elected officials’ offices.

rket Min

As Exhibit 3A fllustrates, at the minimum of the respective salary ranges, the County Is on average;
approximately 0.33 percent above market, across all surveyed job titles after cost of living is taken
into account. While the cumulative average differential is effectively at market, some position ranges
did fall above and below market,

Based on the data gathered at the surveyed market minimum for these benchmark positlons, the
following can be determined:

¢ The surveyed position differences ranged from a low of 71.7 percent below market In the
case of the Deputy Appralser | classification to a high of 58,1 percent above market for the
Tax Supervisor classification. 1t should be noted that these are pay range differentials and
not salary differentials and are not indications that the incumbents in these positions are
aver or under paid,

¢ County compensation data was not available for 11 classifications. This means that the
data collected from market peers for these classlifications are presented In Exhibit A but
are not compared to present County ranges. These positions are not currently assigned

‘ L
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formal pay grades with established ranges so white market data were collected for them,
as displayed in the exhibit, those market ranges cannot be used to assess the
compotitiveness of the County's ranges, since they do not exist.

« Elections Specialist |
« Election Service Center Managar
+ Chief Deputy
« (rime Scene Evidence Speclalist
« Truancy Deputy
+ Patro! Sergeant
s Detective
+ FlestClerk
» Lead Dispatcher
« Emerdency Management Director
s Of the 54 County positions for which market minimum data was collected, 20 reported to be
helow market which represonts 37 percent of these benchinarks.

« A total of 9 positions indicated market differentials at the pay range minimum that were
greater than ten percent below market. These are listed below with their market differentials:
s Deputy Appraiser | - 71.72 percent helow market
+ Firefighter - 51.06 percent below market
s Drivers License Manager - 32,14 percent below market
« Fire Chief - 25,64 percent helow market
s Staff Engineer - 22,11 percent below market
s Transit Manager - 18,17 percent below market
s Sign Shop Technictan - 15,60 percent below market
» Veteran's Service Counselor - 12,07 percent below market
« Appralsal Services Manager - 11.97 percent below market

« Market differentials as dramatic as those observed in the case of the Depuly Appralser |,
Firefighter, and Drivers License Manager are indicative of less accurate market title matches
by salary survey participants. For example, many of the Counly's peers require EMT
certificatlon for their Firefighter position. The County does not, and their pay grade reflects
this. Drivers License Managers in other jurisdictions manage entire programs or divisions
where that is not the case with the County where this is primarily a clerical and customer
service orlented position. For this reason, dramatic upgrades for these positions wili not likely
be recommended.

«  Of the 20 helow market classlfications, they are an average of 15.8 percent below market.

}
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Market Midpoints

Market Midpeint is important to consider because it is commonly referred to as tho closost
estimation of full competence and market average compensation for any given classification. The
process by which employees move from entry level (minimum salary) to midpoint in a pay drade
typlcally takes between & and 10 years. A midpoint compensated incumbent should be fully
functional in their classification. At certaln times In history when step-based pay plans were more
popular and widely utilized, employses altained midpoint at a prescribed point In time based on
annval steps. In an open-range or broad band pay plan this process is more fluid and commonly
based on COLA increases or a merit-hased pay system.

Exhiblt 3A depicts salary comparison data at the range midpoints for both the County and its survey
peers, The exhibit demonstrates that the County on average is 0.94 percent above market at the
ridpolnt. At the market midpoint, the benchmark positions ranged from a low of 77.4 percent below
market for the Depuly Appraiser | to a high of 46.5 percent above market for the Tax Supervisor
classification.

As these differentials are compared to those established at the range minimum, an uncominon
consistency is observed and should be kept in mind as the County's market position s further
analyzed. The observed difference batwean the County and the market stays within 0.5 percent from
minfmunt to midpoint. If this trend continues at the range maximum, then clear determinations can
he made about the structure of the pay plan.

Based on the data gathered at the market midpoint of the salary range, the following can be
determined:

+ Nineteen of the 54 classifications for which data was recelved were found to he helow
market at the midpoint which represents 35.2 percent of all benchimarks,

s Of the positions helow market at this contral point In the range, it was found that they were
an average of 16.4 percent lower than their peears.

»  Nine classifications (16,7 percent) were greater than ten percent below market.

The fact that distance from midpoint is so close to the market differential observed at minimum
indicates that the pay plan represented by market average to this point and the pay plan present in
the County are constructed extremely similarly. The continuation of this trend at the pay range
maximum will further support this hypothesis.

Market Maximuins

County pay range maximum values as they compare to the survey respondents are also lllustrated In
Exhibit 3A. Range maximum is important for consideration because it reprasents the top earning
potential for an incumbent in any classification. It also represenis the highest dollar amount that an
emplover is willing to pay for high levels of knowledge, skills and abllity in conjunction with certain
intangible elements such as institutional knowledge or extensive professional experlence.

A matket competitive range maximum can often be an important recrulting tool when seeking high
level recruits who have the potential of bringing an uncommon level of expertise to an organization.
For exampie, if the County were recruiting a Director level posltion and were attempting to attract an
incumbent with 20 years of experience who is relocating to Florida from another part of the country
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with higher regional compensation such as the Northeast United States, the range maximum may be
appropriately offered to that prospective employee to increase the chances of recruiting them.

This point of analysis shows the continuation of the trends noted in the minimum and midpoint
comparisons. The overalt pay plan changes competitive position by a stafistically insignificant
amount by reflecting an average maximum vatue that is 1.49 percent above market which Is within
two tenths of a percent of the differential observed at midpoint,

Tive comparison of market maximums yielded the following considerations:

e Of the 54 positions with valid comparisons, 19 reported maximum salarles lower than the
market maximuim.

« Of these below market positions, 8 {14.8 percent of the total) reported range maxlmums
greater than ten percent below market.

o At the survey maximum, differentials range from a low of 88.9 percent below market for the
Drivers License Manager to a high of 34.9 percent above market for Tax Supervisor,

While there are specific classifications that do appear to be placed in pay grades that fall short of
market levels, the most dramatic outllers on either side, such as the Tax Supervisor, the Deputy
Appraiser §, and the Drivers License Manager classlfications is likely @ resuit of poor market matches
reported by satary survey peers. A small amount of this is expected in every salary suivey, and in a
study which Includes 65 benchmarks, It may be expected that some bad matches will be reported.
That being said, on average each of the 54 benchmarks had 11 points of comparative data; some
had as few as two while others had as many as 19 peer reported data polnts that were factored into
the analysis. The average of 11 is very strong, however, and supports a relatively high level of
confidence In the data as reported. Dramatic observed market differentials may warrant
classification analysis of these jobs to ensure that the duties represented in the descriptions for
these jobs acourately refiect those belng performed by Incumbents,

It should be noted that the standing of a classifications pay range compated to the market Is not a
definitive assessment of the individual employee’s salaries belng equally above or below market. It
does, however, speak to the County’s ability to recrult and retain talent over time. If starting pay is
significantly lower than the market would offer, the County will find Itself losing out to thelr market
peers when they seek to fill a position. It Is equally true that market differentials at the maximum will
seive as a disincentive for tenured omployees to remain employees of the County. The County
currently finds itself in an unusually level position with regard to the market. The fact that the market
average ranges are so close to those same range points indicates that the County is utitizing a pay
plan that mirrors the average structure present In the labor market, They are virtually identical, on
average, when minimum, midpoint, and maximum are analyzed. Depending on the County's
compensation philosophy and goals, changes to the structure may or may hot be warranted. The
County has a stated compensation goal of belng fairly placed with the market and they appear to
have achleved that.

%
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EXHIBIT 3A SUMTER COUNTY
SALARY SURVEY MARKET AVERAGES AND DIFFERENTIALS
S c [ I ' Mid S Me
Avg o B DU i AvE v AvE
6532048 8256576 | -22.63% |$  99510.04 | -20.74%

41 |Firg Chiaf

34 [oflice Supenisor

s [Parks Cooidinalor {Crew Leader}

i1 |parks Groundskeeper

43 JHR- vative Services Manages
28 |Risk Management Speciallst

52 |Wapping Ceotdinator

16 |Hodgel & Purchasiag Coordnator

12 [Mantenants Worker

26 |Library Supendsor

29 [Sepior Programmer Anahysl Coord

2008082 | 546% 36,955.38 | 347%H
3195274 | -6.10% 40,326.91 | +243%
20654948 | -484% 26,915.69 | ©-2.07%
4832100 ¢ -451i% 63276931 "3.64%
28,731.68 f -4.17% 3642850 | -1.968%
20303611 -239% 3746040 4078
30470581 0.23%° 3879482 | 146%
1958231 | - 0.07% 2454647 332% |$ 2957151
31,19203 | :230%° 39977.78| 330% [+ 4897457
43,652.29 | L276% 55566.10 ] d443% [§ 8747749

$ $
33 |Staff Engnesr $§ 4510474 $ 6647405 |-1846% 68.027.87 | -16.82%
46 {Transit Manager |$ 4811388 $ 6231047 1-19.11% 7750706 { -18.70%
15 iSign Shop Technician 14 23,798.2% $ 25898021-1243% 35900.83] 9.906%
31 {Veleran's Senvice Counselor § 26,698.99 3 34.0383]-10.34% A1 37848 | 9.26% .
61 |Appralsal Services Manags 18 4511327 $ 5982940 |-14.87% 7454593 | -1031%
36 [An'mal Cantrol Offices $ 2481107 $ 3195491 -8.73% 39098.76 [~838%
23 |7 §yslems Coordinator 4 40,134.87 |- $ 50577A2| 5.73% 61,160.08 | £.13%

46 [Budgal/Purchasing Direcler $ 5052794 |- E
& [oddveri 7 $ 2099837 § 2683934 | 30490 3184866 | -2.17%

= s

F

4499267 | 261%
48,701,068 | 0.756% -
3136259
7712976
4442136
45.616.28 |-
47,118.87

$
$
§
$
$
¢
$
$
8432368} 536% [§ 78596.22] -A.88%
$
$
$
$
B
$
$
0

A || | O] | | | b | v 42

42 {Houshng Services Manager 4358131 | “2.92% 54,999.18 §6,417.05
28 [Flanning Technletan 2645223 { “3.10% 3214221 3883218
2 |Utyary Assislent 19,70062 | "431% 2507384 { - 30542.95
7 {Office Assistant . k875645 23341111 $ 278020t
32 {Working Fareman £Q 30072.29 3708161 3 4008367
24 [Human Resources Spocialist 27,274,186 34.628.93 |* 7. 5 4219673
21 [Fire Pians Exantinerdnspector A0,268.30 50,864.12 61,6i6.16

PR P P TR R Y P A R A e A R B b B R S R R B Sl B B Sl R

A47.022.37 | 1388%
20447.60 | 14.34%
41,943.76 | 16.28%
50.512.851 1609% §4585.83 | 17.45%
26437.43 | 17.19% 3801200} 17.97%
3709186 | 21.33% A§AB6.24 | 23.86%
28,378.32 | 6H.OG% 36,i83.20 | 46.62%

AT {Ubrary Servites Manager

64 [Customes Senvice Repi

22 |G Coordinater

39 |Assistan Pubtie Warks Direclos
27 {Probalion Offtcer

17 |Buitfng Inspactor

55 Tax Supervisor

59,868.67 | 15.493%
2558143 | "8.405%
5332046 | 16.82%

7339122
3108909
6471617
78/4658.81 |
4138704 |t
65688063 |-
4398827 |-

»
»
>
$ $
13 [Mechanle 25,838.19 $ 324968279 5 38,278.02
30 |Technleal Seavices Coordnator 34,552.17 $ 4417270 | -7.68% | 3§ 6404029
10 [Maintanance Technitian | 23316.24 & 29524171 9A48% |$ 35386850
44 [Pubfic Works Directar 684,844.03 $ 8330864} T.01% {$ 101893.28
18 [BuTiEng Support Technkian 2444175 $ 30.74800F 98i% [§ 3705025
20 |Employee Benefits Spedlafist 28,15841 ¢ . S 3584968 8.04% {$ 4373320
9 [EquipaientOperator it 2493484 1. & 30693871 9.76% |$ 3722898 |
4 |TechnicalServices Assislant 22,929.60 | - ¢ 20084.861 10.19% 3546218
3 {staffAssistant] 20,773,62 | = % 28382561 10.23% 3198434
5 jStaff Assistantil 2086074 [T 851% ($ 2800466 ] £0.78% 3493987
14 Siwp ForemdnR & B 3211797 |- $ 4132741 9.29% 6076230
1 |HousingAsslstant | 23,914.87 ‘1% 3043245 | 1053% " 3718227
8 |Slaff Assistant Bl 2491014 | -8, $ 3155330 Lligss’ 38,192,983
40 |Community Seaices Directer 5943120 "127% §$ TOOATLG) 133K° 94,422.80
19 [Parks Crew Leadser 2704401 | 1304% [$ 34,164.10 [ 113.25% " 41403561
B3 [Recotds Agmin'strator 3243380 1125% [§ 40,858,718 | 114.09%" 43 683.76
38 1Assislant Houslng Manager 31,883.07§ 1347% [$§ 40.761909] 14.79% 495680.96
$
$
$
3
-]

||| vl ial | v v

| [ 00 | ] O] dar [ 0] i | i [ [ ot T [ | AP AR | L |

83 |Legd Dispalcher
Emergenty Managamant Birector

26,288.35 Chu*
44,499.05

33,286.83 Cou* 4041327
8211751

48 [Etackons Spectalist ) 20,9000 | -"CDOx 27,4821 1 COUR 3333087
A% |Etectian Service Genter Manager $ 3544182f TCDU*- 46563181  COU* 57,664.53
67 {Chlef Deputy § 6301474 [ cour [$ 7e08208] COU- 87.161.23
B8 |Crine Scene Evidence Specialist $ 2810241 | ~cOU* {$ 3282484 | cDUL 3982104
59 [Truancy Depuly 13 34493401 DU [$ 4552683 -CBUZ- 54519.85
B0 [Patrol Sergeant w15 ATEBAIGS| COUk |$ 5563700} “COUM 63,690.64
61 |Datectiva $ 36,74638] coDu* |§ 4526827 -CDU- 54,041.01
62 [FleetClerk 1% 29,16295| cpb+ |$ asp2785] Cour 44,492.76

1% $

$ i E

$ 10062641

Saurce: Evergreen Solutions, August 2010

)
Z 1” Fvergreen Solutions, YIC Page 3-6



Chapter 3 - Market Summary Compensation Market Salaly Study for Sumter Counly, FL

Three classifications were ramoved from the market analysfs for consideration in the solution due to
poor market peer matches. The Deputy Appraiser | was matehed by the market peers to positions
that were second In command of their respective departments. The Firefighter among peer
organizations requires EMS or Paramedic certification in many cases which drove up the market
average pay grade greatly. The County has “Schedule C” dealing with extra pay for certifications.
Similarly, the Drivers License Manager position among peers was matched to a position of upper
management over an entire department or division whereas in the County It Is primarily a clerical
and customer service orfented posltion. For these reasons, these positions have been removed from
the market exhibit,

Sala usion

From the analysis of the data gathered in the external labor market assessment, the following major
conclusions can be reached:

« The County is approximately 0.33 percent above the market average minimum across all
henchmark titles.

+ The County overall is 0.94 percent above the market mldpoint average across all titles
Included in the survey.

s At the maximum of the range, surveyed County jobs are on average 1,19 percent above
market average,

+ Taken together, this Indicates that County pay ranges are effectively keeping pace with the
market, both In structural terms (the dimenslons of the plan) and In competitive terms (the
value of the grades). Some positions may warrant market-based upgrades while other more
dramatic outliers warrant additional classification analysis.

The County currently finds itself in an unusually level position with regard to the market. The fact that
the market average ranges are so close to those same range points indicates that the County is
utilizing a pay plan that mirrors the average structure present in the labor market. They are virtually
identical, on average, when minimum, midpoint, and maximum are analyzed. Depending on the
County’s compensation philosophy and goals, changes to the structure may or may not be
warranted. If the County desires to be a compensation Ieader, some changes are needed. If the goal
of the County Is to be “at” market value on average, they have effectively achieved this goal.
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EVERGREEN SOLUTIONS, LLC

INTRODUCTION

The analysis of Stimter County’s (County) compensation systems revealed a number of
strengths and weaknesses that are not uncommon in a public organization. The County
possesses a system that was designed to be fair, uniform, comprehensive, transparent, and
well stratified based on work performed. Given the results of the market analysis outiined in
chapter 3, there does not appear to be any systematic market lagging. The County can
confidently say that by in large, they are competitive with thelr labor market. That being said,
some jobs and associated job families were discovered to be slightly behind market.

Arriving at the overall recommended solution for the County is a detailed process involving
all components of the research conducted. Research includes:

s Qutreach - Evergreen consuitants collected anecdotal data from County staff and
management throughout the outreach component of the study.

s Current Environment Review - Internal structure {including compensation structure,
practices, etc.) was analyzed versus best practices and market trends and a
statistical assessment of current conditions was completed.

s Market Analysis - External equity was analyzed based on market compensation data
collected from peer organizations,

The remainder of this chapter presents the recommendations by category. The categoties
include:

1. Compensation
2. Administration
3. Summary

4,4 COMPENSATION
FINDING

Where classification analysis Is primarily designed to identify and rectify issues of internal
equity, compensation analysis involves assessing and improving external equity, Specifically,
external equity deals with how weli an organization compensates similar work in comparison
to its market peers. Based on Evergreen Solutions' analysis, the compensation structure
was virtually even with the market across the entire pay range. As a result, Evergreen
Solutions is recommending no changes to the compensation structure. The County has

‘ Y
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Chapter 4 - Solution Compensatlon Market Salary Study for Sumter County, FL

implemented a pay plan that nearly exactly mirrors the cost of living adjusted market values
present in the identified peer organizations.

Within the overall favorable market analysis there were, however, pockets of market
inequity. Given the fact that the pay plan itself is decidedly strong, those positions which
exhibited Inequity can simply he upgraded to match their market position.

When individual classifications are upgraded in response to observed market differentials in
isolation, it can have unanticipated ripple effects on neighboring classifications. Thus,
adjustments must often be made for entire job series or families. This is the case in Sumter
County and has been addressed in Exhibit 4A.

Eversreen Solutions recorded limited market Inequity but in order to address it and not
create worsened internal Inequity, 26 total Job classifications are recommended for
upgrades. A complete list of those affected classifications is displayed below in Exhibit 4A.,

EXHIBIT 4A SUMTER GOUNTY
D CLASS UPGRADES AND TITLE CHANGES

Animal Control Officer Coordinator . 7 ) S
Appralsal Services Manager 5 - - 0T o0 Mot InCurrent Range o R2b T T s

Budget/Purchasing Manager o . 28
Clefk/Driver| ‘ 12
Crew Leader -
Depuly Fire Chief - Administration o T 28
Depuly Flre Chief - Operations <
Dlrector.of Coramunity Seivicgs . - i n= -7 - -0 TIRIBR
Diiver1 o R 10

Drveril - TR L e e e e R T T R R
Drivers License Manager Current Range

Fire Chlef & T T g T g

Firefighter . o R e

Firefighter - Fleet Malntenance Teeh -~ ~ < 7% 7 TLTTAE Troron

Groundskeeper 10 B S

Human Resources/Administrative Sérvices Manager -+ 57 28 7 T g T T kS
IT Support Techniclan it o ] o 2622 ITSupport Techniclan

IT Systems Coordlnator ~ 7~ T i TTTUggt i Lot st R ERRERS
Kenne! Coordinator ] 15 .. 16 Animal Centrol Coordinator
Office Supervisor 3 - 17 CUAG T e T
Officer o 13 14 Anlmal Controf Officer
Risk Management Spectalist ~ ° s Coqy T AR T
Sign Shop Tech o _ o 11 14

staff Eng'meer. T T, ST Ty e 27,-
Transportation Manager T S - - S

Veterans Sewvige Counselor '+~ 117 Fho o niiT e g e it e e

Source: Evergreen Solutions, August 2010
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Chapter 4 - Solutlon Compensation Markat Selary Study for Sumter County, FL

The exhibit proposes pay grade increases for positions which include those identified as
helow market in Chapter 3 in addition to positions directly connected to those below market
positions organizationally. Changes to pay grades should not be made in isolation;

it should be noted that the dramatic market differential observed in Chapter 3 did not resuit
in as dramatic an upgrade for the Firefighter position, This is due to the fact that many of the
County’s peers require certification as an EMT or Paramedic for their entry level firefighters.
Sumter County has adopted a detailed schedule of compensation additions that can be
achieved through certifications earned by their Firefighters. The “Schedule 'C' Full-time
Firefighter Certification Incentive” document details these additions to pay and allows the
County to keep their firefighters in one consolidated pay grade while still rewarding their
achievement of advanced certification. That being sald, a small upgrade was recommended
in recognition of the fact that adjusted hourly wages for Firefighters with EMT certifications
earning an additional 53 cents per hour still fall below market and warrant some
adijustment,

Additionally, the market differential observed for the Deputy Appraiser | classification was
the result of a bad match where the market respondents interpreted the class title to be that
of the Depuly Department head. That is not the case in the County and as such, no
recommendation is proposed for that position.

Also included in this exhibit s a column for classification title changes which are presented
here for the County's benefit. it is unclear if, for example, the IT Support Technician series of
jobs has a vacancy at the “" level or if that classification was eliminated. If the County has
no plans to encumber this classification then It should be efiminated and the IT Support
Technician i ¢lass should be re-named 1o suit.

The “Officer” classification is recommended for revision simply to clarify its placement within
the County and to make the name representative of the work belng done. This Is often the
easiest type of classification change to justify and to overlook. If the County desires to clarify
this class title, doing s¢ is easy.

FINDING

Another important factor of a compensation system is the manner in which employees move
through the pay plan. There are predominately three approaches adopted by most public
organizations:

+ Step

s Cost of living

s Merit
In the past, most public organizations utilized a grade and step approach similar to the
former pay system used by the County which Incorporated predetermined, percentage-hased

pay steps in each pay grade, [n this approach, all employees at the same step In the same
pay grade received the same compensation and an employee movad through the steps
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Chapter 4 - Solution Campensatlon Market Salary Study for Sumter County, FL

based on years of service until a maximum step was reached. At present, the County utllizes
an open range pay plan for ali employees with the exception of some elected officials’
offices where salary is determined without a pre-established pay grade. Step plans contintie
to thrive in paramilitary style environments such as police and fite departments where strict
rank structures are adhered to. Step plans also remain popular among unionized workforces
for their predictability and the way In which they fend themselves to negotiated annual
increases.

Many organizations, like Sumter County, have rightfuily moved away from the step plan
approach and adopted a “cost of living” centered approach, The “cost of living” centered
approach draws on a preselected metric that captures the percentage change in the cost of
living based on a combination of goods during a fixed period of time. Pay grades are
established based on market conditions and employees are adjusted or moved through the
pay grades based on the percentage change in the cost of living during the period. This
open-range, cost of living approach Is often supported by pay-for-performance or merit
hased systems where employee compensation is adjusted in accordance with thelr
performance levels and certain measurable outcomes of their work.

Merit-based approaches arose In response to concerns with differentiating the perforimance
of public employees and the desire to emulate the reward approaches of the private sector.
Howaever, once adopted, it is common for the merit-hased approaches to function more like
the cost of living approach since most employees receive the same score during the
evaluation process (hased on budget constraints) and thus there is little differentiation in
the increases given. Moving incumbents through the pay plan based on actual performance
is preferable to other alternatives If the system is well managed.

RECOMMENDATION 4-1

Evaluate the feasiblility of implementing a merit based pay plan.

Evergreen Solution's recommends conducting a full review of the performance management
system (i.e., tools, policies, procedures, etc.) and, moving forward, utilizing employee
performance as a standard for compensation increases. Within this framework, employee
compensation Increases should be applied to help progress employees through the pay
range and at the same time promoting performance to help achieve the organization’s
goals.

A subjective merit pay system is a substantial initiative that would ensure that performance
is the key to organizational productivity. In order for the organization to ensure that the
system is not abused, measures should be put in place to ensure that individual bias and
budgetary Issues are hot factors in individual evaluations. In a well integrated merit pay
system, employee performance is evaluated prior to budget allotments and subsequent
salary increases are given as a percentage of total allotment (i.e., funds are distributed
based on the relative scores of employees) versus assigning scores based on budgetary
determinations.

FINDING
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Chapter 4 - Solutlon Compensatlon Market Salary Study for Sumter County, Fl.

Once the proposed compensation changes are made, the next step is to transition
employees into their new grades. Typically, there are two primary steps for implementation -
slotting jobs into the structure and a “bring employees to the proposed minimum salary”
calculation. Oceasionally compression adjustments are recommended as well, Compression
adjustments are typically given to restore the pay spread between employees that have
been moved as a result of an adjustment to minimum and those that were not affected. in
this scenario, compression adjustments would be considered Step Three.

RECOMMENDATION 4-2

install identified classificatlons into proposed pay grades and bring all employees up to the
minimum salary of the proposed pay grade,

Step 1 of the process Is to slot individual classifications into their proposed pay grades
based on external equity status and internal equity hierarchy. As is the most common
approach in studies fike this, a representative sample of henchmatk classifications was
submitted to the market for comparison, Following the initial slotting, job serles changes are
analyzed and evaluated to ensure that proper alignment is maintained between different
tevels of jobs (i.e., Operator licenses A, B, and C and supervisory relationships).

Step 2 of the plan is to slot individual incumbents into the new compensation system and
observe the outcome. Once this Is done, it is conceivable that a small number of incumbents
may be paid a current salary that is below the minimum of the proposed range. These
individuals should be raised to the proposed minimum if necessaty. By in large, individual
salaries of incumbents are expected to fall within the ranges identified in the market
analysis, and traditionally, a salary that fails within the market average range is viewed as
“competitive”. This fact is mportant to realize when one analyzes the proposed pay grades
presented. The cost impact of this recommendation is expected to be very small,

4.2 ADMINISTRATION
FINDING

The County curtently has a broad policy for dealing with employees who are topped out in
their pay grades. Such a policy should direct the compensation of these employees in every
situation and should deal with the fact that pay grade maximums are true maximum
salaries. For that reason, a more robust policy should be developed.

RECOMMENDATION 4-3

Develop a more comprehensive policy dealing with employees being paid at or ahove the
maximum of their pay grade.

A sample of how this policy might be worded is provided below for the County's evaluation
and perusal. They may adopt or amend it in any way they desire but with all formal poticies,
should have their attorney review its soundness and tailor it to fit the style and demeanor of
other such established policies.

%
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Chapter 4 - Solutlon Compensation Market Safary Study for Sumter Counly, FL

Topped-Out Compensation Pollcy

No incumbent shall be compensated above the established maximum of thelr
respective established pay grade.

Any Incumbent pald at thelr pay grade's maximum shall not have their salary
increased until a time at which the value of the pay grade Is increased, elther in
response to changes In market value, reclassification of the position, or Increases in
cost of living.

Any incumbent pald above their pay grade’s maximum shall not have their salary
Increased until a time at which the value of the pay grade is increased beyond their
current safary, either In response to changes in market value, reclassification of the
position, or increases in cost of living,

FINDING

Any compensation system will faif to meet a municipality's needs If it does not have strong
administrative support. Recotnmendations are derived from data for a fixed perlod of time.
In other words, compensation plans have definitive shelf lives, after which, they will fail to
compete with the market and cause recruitment and retention strain for the County over
time. Without proper maintenance, the compensation structure will lose its effectiveness
and market competitiveness over a period of three to five years, Maintenance is the hidden
need and cost of most systems, While the County's present plan appeats to be meeting its
heeds and mirroring the market in overall competitiveness, the County can only hope to
maintain this position through regular maintenance.

RECOMMENDATION 4-4

Select a small sample of classifications and conduct a localized survey of market values and
henefit changes on an annual basis to determine market competitiveness and make
appropriate adjustments,

The County should maintain its efforts to keep pace with public sector growth in terms of
employee salaries, In order to maintain its competitiveness, Human Resources should select
a small sample of classlfications, particularly those with recruitment or retention problems,
and conduct a survey of peer organizations to determine the relative external ranges of
these classifications. This commitment to competitiveness is all the more important when
one examines the current economic conditions. Many economists have predicted that the
present economic crisis Is causing a bulldup of demand in the labor market. Many are also
indicating that when economic conditions begin to soften in the near future that the
potential exists for a sudden rash of movement In the labor market. People who have
“tolerated” their stable jobs and accepted lower wages may tend to he more willing to
change johs for increases in pay.
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Chaptar 4 - Solutlon Compensation Market Salary Study for Sumter County, FL

The Human Resources staff should contact market peers directly or access readily available
secondary salary survey database resources to make determinations about market
competitiveness and recommend appropriate adjustments.

The County should ensure that identified administrative practices are put into place to
maintain competitive and equitable compensation and classification over time. These
‘annual surveys will work to ensure that external equity s maintained. Any changes made to
individual classifications should he separate from individual salary adjustments, unless
relevant changes move the salary outside of the proposed salary range.

FINDING

In order to maintain market competitiveness between compensation and classification
studies, the County must continue adjusting its pay pian on an annual basis. Rather than
relying only on consumer price index (CPI) values for cost of living adjustments, the County
would benefit from contacting their local pser group and determining thelr approach to pay
plan adjustments and consider that in addition to consistent economic indicators such as
CPI.

RECOMMENDATION 4-5

Adjust the pay plan each year based on the results of the average movement of peer pay
levels,

Human Resources should reevaluate this list every couple of years to ensure that it contains
the most relevant labor market peers and make any necessary adjustments, The County
should contact the identified peers each year and request information regarding the
distance each peer's pay plan is being increased and any changes to benefits. By
determining the average percent increase of peer pay plans and benefit offerings, the
County can ensure Its pay plan and other factors are increasing at the same relative speed
as its peers, thus maintaining of improving its relative position depending on the County’s
compensation philosophy.

FINDING

Inevitably, compensation Is subject to changes in the external market based on best
nractices and other trends for human resources management, Given this understanding, the
County should ensure that its structure Is up to date and reflective of best practices.

RECOMMENDATION 4-6

Conduct a comprehensive classification and compensation study every three to five years.

While compensation-only studles such as this are helpful in assessing market position vis-a-
vis a group of peer organizations, a comprehensive study which includes classification
analysis enables an organization to take a more complete look at both sides of the human
resources equation.

! .
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL

The County would be well served to prevent the long term Invalidation of its compensation
and classification structure by conducting a study of this kind as a measure of preventative
maintenance. Jobs change over time and the compensation market can shift quickiy. These
subtle changes can and do compound over time and produce undesired consequences In
the fong term,

Such efforts to maintain the system are viewed as a sign that the County’s leaders value
their workforce and are willing to take serious steps to preserve the compstitiveness of thelr
compensation plan and practices by employees.

4.3 SUMMARY

The County should be proud of its dedication to high-quality service and continuous
improvement. Evergreen Solutions found that employess at all levels were committed to
their jobs and to the County, and also committed to maintalning and Improving the positive
working atmosphere they enjoy. Evergreen Solutions’ recommendations build upon the
strengths of the current compensation system and work to improve the challenges identifled
by employees, management, and the project team.

Evergreen Solutions would like to recognize the efforts of Kitty Fields from the County for her
efforts. A study of this significance often can be sidetracked and slowed down by a iess than
attentive client-side project team; however the County should be proud of Ms. Flelds for her
commitment to making this a smooth and efficient process.
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NON-SUPERVISORY EMPLOYEES
AL Cfficer Oftver 915 1087 2269656 13 14 00ZE1 00500 Q07 11.89 24.408.72 1,79216 027 0.54 112752 225.50
AC Officet Millet 751 1087 69656 13 14 00231 00500 0075 11,69 2440872 1,712.46 0.27 0.54 1127.52 29550
AC Officer Young &M 1087 2268656 13 14 00251 00500 0075 1469 24,408.72 171216 0.27 0.54 1,127,62 22550
AC Cffiger tansin 754 1120 2338560 13 14 0025t 00500 00754 12,04 25,138.52 1,753.92 028 0ES 1,169.28 233.88
AC Officar Stokes §49 1087  22,89858 3 14 DO2sT 00500 0.0751 1169 24,408.72 171216 0.27 0.54 1,127.52 22550
Driver | Schuh 766 $67  20,980.96 10 41 00281 00500  0.07H1 10,40 21,715.20 1,524.24 0.24 D.48 1,002.24 200.45
Driver | Thosm 728 968  20,211.84 10 11 00251 00500 D075 10.41 21,736.08 1,524.24 0.24 D.48 1,00224 200.45
Driver | Snydes 856 $39 1960632 10 11 00251 00500 00751 30.50 21,088.80 1,482.48 0.24 0.47 084,36 168.27
Driver | tultan 728 572 20,295.36 10 11 00251 DOSCO 0075 10.45 21,819.50 1524.24 0.24 0.49 4,023.12 204,62
Dxiver | Boone 05§ 14856  A,23648 10 11 0051 00300 06751 16.08 33,575.04 2,338.56 0,38 075 1.568.00 313.20
Driver | Corrsll £52 1027 M44376 10 11 0021 00500 0075 11.04 23,851.52 i.sor.":s 0.26 051 +,064.88 212,68
Driver| Vacant 000 1126 2357352 10 11 00251 00300 00751 1214 2524832 1,774.80 0.28 0.56 1,169.28 233.88
Driverl Frankin 239 1233 2574504 10 11 00251 00500 00751 13.28 27,685.88 1,041.84 031 062 4,204.56 23841
Drvert Vacant 000 057 2018096 10 11 00251 00500 00754 10.40 21,715.20 152424 0.24 0.48 1.00224 20045
Driveer | Harris 185 1363 28,459.44 10 11 00251 00500 D.O7H 14,85 30.569.20 2,120.76 034 068 1,410.84 263.97
Diver| Pruitt 613 1020  21,297.60 10 11 00251 00500 00754 10.87 290536 1,607.76 026 0.51 1,084.88 212.58
Ditverl Ray 478 1073 2240424 10 11 00251 00500 00731 11.54 2409352 1,691.28 027 0.54 . 1127.52 22550
Driwerl Rutherord 670 1493 3117384 10 11 00251 00500 00751 16,05 3351240 2,338.58 0.57 0.75 1,566.00 31390
Driver | Weatherdord 424 11,26 2357352 10 19 00251 00500 0075 1214 2534832 4,774.80 0.28 0.56 1.189.28 223.85
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Driver | Haine 725 Y2 20,295.38 10 1T 00251 00500 00751 10.45 21,810.60 1,524.24 024 0.49 102312 204.62

river i Smith, D 072 1567 3271890 1% 12 0025 00500  0.0751 1685 35,182.80 2.453.84 0.3% 078 1,628.64 32573

Clora/Drivar t Milts 832 1087 2269656 12 13 00251 00500 2.0759 11.69 24,408.72 171216 0.27 054 1,127.52 225,50

Clore/Driver | Smith, M 254 13.41  28,000.08 12 13 00251 00500 00751 14.42 40,108.96 240688 0.24 087 1,395.98 270.79

Clortk/Dsivor 1 Bradfod 884 1035 21,810.80 12 13 00251 00500 00751 11.43 23238.44 1,626.64 0.26 052 1,085.78 21715

ClerkDriver | Weishaupt 750 1066 2225808 12 13 00231 00500 00751 11,46 23,626.48 1,670.40 027 053 1,106,684 221.33

Clefk/Drivor | PT Chesser 87 1035 21,610.80 12 13 00251 00500 00751 1113 23,235.44 1,628.84 0.26 0.52 1,085.76 21718

YVetarans Sewvice
Counselor Alifray 251 1332 2781216 14 15 0O2S1 00500 0.0751 1432 729,900.16 2,088.00 033 0.87 4,368.85 21019
Vetarans Senvice

Counselor Salth, Deb 510 1368 28,563.84 14 18 00251 00500  0.0751 14,71 30.714.48 2,160,64 024 0.68 1,419.84 283,97
Baszd cn

Firofighter Snow 763 1016 2800085 2MS6hews 10 12 00251 01000 04251 11,43 31,504.08 3,500.12 025 1.02 281142 92767
Basegen

Firefightet Helbig 359 1209 3332004 ABhous 10 12 00251 e4000 01251 13.60 37,481.60 4,161.56 0.30 1.2 333476 1,100.47
Basedon

Fhefighter Hoogewind 623 1200 3332004 #7Bhous 10 12 0028t 01000 01251 13.60 37,481.60 416156 6,30 121 3334.76 1,700.47
Bated en

Flrefightar Hurst 288 1212 3340272 7SS 10 2 0625t 0000 04251 1564 37.591.84 4,189.42 0.50 1.21 333479 1,100.47
Basedtn

Firefighter Buriis, C 45 1276 3516656 2755hows 10 $2 00281 01000 01251 1438 39,576.16 4,400.60 .32 1.28 350768 1,164.13
Basedon

Firefighter Lovott 575 1242 2425708 W5Shours 10 W2 0025 01000 09251 13.98 38,528.88 4,271.80 031 1.24 3.417.44 1,127.78
Basedon

Firefighter Haugabreok 758 1209 3332004 SShows 10 W2 08251 01000 09258 13.80 37,481.60 4,161.56 030 121 333478 1,100.47
Basedon

FireRghtar Longest 850 1476 3238300 2755heus 10 12 Qe 01000 04251 13.22 36,424.52 4,051.32 0.2 1.8 325208 107519
Based on

Firefighter Jacques &18 1210 33247.80 Z5Shous 10 12 00251 0100C 04251 1361 37,509.16 4,161.55 0,30 124 333476 1,100.47
Based on

Firefighter Foster 278 1849 38,351.64 2738bouss 10 12 00251 61000 0.1251 14.84 40,899.04 4,547,40 0.33 1.32 3,637.92 4,200,51
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GSM0 Hourdy Adfusted Adjusiment  Totdl Friend Total COLA Adjustment Annd Appeoxe. Fringe
Job Tide Emp EmplHo Base Rt Annuat Notos: Range Range COLA Foctor  Adfustmont RATE Ansaut Incr Ircr (ourly) intr thourky) A 4 & Ad mt
Based en
Firefighter Siskman 207 1210 33847.60 25Ghours 10 12 00251 01000 04251 13.61 37,509.16 4,151.56 0.36 1.21 333476 1,100.47
Baseden
Firefighter Thalgett 267 13.18 2832408 Z7S6hous 10 42 00251 01000 0.1251 14.83 40,871.48 4.547.40 033 132 3,637.92 4.200.51
Eassdon .
Fliefighter Stanbony 730 1175 5238300 2736hous 10 12 00251 04000 01251 1322 3843432 4,051.32 029 1.18 3,252.08 1,073.19
Baszed on
Flrefighter Pitts 764 1175 32383.00 256hous 10 12 00251 01000 0.1251 13.22 26,434.32 4,051.32 029 1.18 3,252.08 1,07318
Basedon
Firefighter Davidins e 1L75 3233300 SEhows 10 12 0025t 01600 01251 1322 36,424.32 4,051,32 0.29 - 448 3,262.08 1,073.19
. Basadon
Fitelighter Larmiz 820 .75 3238300 S8hous 18 42 00251 01000 D21 1322 36,434.52 4,051.32 0.29 .18 325208 1,073.18
Besedon
Firefighter Ketcham a87 11,75 3238300 2756 hews 10 12 0025% Q000 04251 1322 3643432 405132 0.29 118 3,252.08 1,073.18
Based on
Flrafighter Valenea 788 1290 33247.50 2758hous 10 12 00251 1000 04251 13.61 37,509.48 4,i61.56 0.30 121 332476 1,100.47
*Firefightes - Fioet Basedon
Maintenance Tech Blackyou 269 1275 2662200 0Shous 10 12 90251 014000 0.925% 1435 36548,60 1252660 032 1.28 352768 1,184.13
Groutidskeepar Bresnahan 856 1060 22,132.80 10 11 00281 00500 00751 11.40 23,803.20 1,670.40 027 0.53 1,108.64 2133
Sign Shop Tech Beasky 258 1258 26267.04 11 1 00281 04500 0.4751 1478 36,800.64 4,583.60 032 1.88 2,846.32 789.26
Staff Engineer Wen 907 2882 5800016 23 27 0025% 02000 02231 3286 68,611.68 1261152 0.67 536 11,191.68 223834
17 Support Technician il Brnson, J 391 2034 4246992 2 22 0MRSt 00500 00751 721.87 45,664.56 3,184.64 0.51 1.02 212878 42595
IT Coordinator Robinsen 034 25,66 5326928 <] 25 00251 01000 0.1251 28,78 ©0,050.88 6,681.60 064 2.56 5,345.28 1,069.05
Risk Mapagement
Speciatist Wobb, P &17 1432 2990018 17 18 00251 50500 0.0751 15.40 32,155.20 2,255.04 036 072 1,503.36 300,67
13 Position
Descripions TOTALS 169274538  169,038.68 16.49 51.09 122,046.60 32,653.34
“Firefighter - Fleel Maintenance Tech poasibion moves from 2088 hovrs in FY
0910 fo 2756 in FY 1011
SUPERVISORY EMPLOYEES
Kennel Coordinaler  Shannon 853 1258 26,267.04 15 16 0025t 00500 0,075 1352 28,220.76 1,052.72 032 0.63 1,315.44 263.00
AC Officer Coordinato! Taberner 502 1597  33,245.38 17 18 00251 00500 0.075% 1742 3585095 2,505.60 0.40 0.8 1,670,40 334,08
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3¢t 0 Hourty Adfusted Adjustment  Tots? Friont Tozat COLA Adjustment Anrnusi Approx. Fringe

Job Titie EMP EmpiNo  Bosa Rt Araval Notos; Renge  Range COLA Factor  Adjustment  RATE Anaut Incr Ircr (hounty} incr (hourty} Adjustment ot Adfussiment
Director of Commtmnity
Services Barsell 72 41.93 8754984 k] 3 00251 00500 00754 45.08 94,127.04 8,577.20 1.05 210 438480 876,95
Offica Supenisor Gambie 841 1354 2827152 17 18 0025t 00500 00751 1458 20,401.28 212976 0.34 0gs 1.419.84 28347
Transparation
Manager Levesque 831 1950 4071600 % 28 00251 ©Ise 01758 2281 47,835.08 7,120.08 0.49 293 6,117.84 1,223,587
Deputy Fita Gilef -
Administration Buris, B 352 269 5781672 23 32 00251 02000 02251 3592 70,624.96 13,008.24 0.70 554 11,567.52 3817.26
Doputy Fire Chiaf -
Qperations Greek 741 2688 5533424 28 32 00251 02000 02251 33,05 63,005.40 12,674.16 058 5.40 11,275.20 3,720.82
Fira Chiof Gulbrandsan 247 3B82 7479216 20 34 00251 02000 0.2251 43.88 91,621.44 16,826.28 0.90 7.18 14,850,08 483353
Crew Leader Root 214 1851 38,546.83 19 20 00251 00500  0ATH 19.90 41,551.20 250232 0.2§ 0.83 1,843.84 286,37
Budgst/Purchasing
Manager Bisner 813 8012 62,830.55 28 2% 00251 00500 0.0751 3238 67,609.44 4,718.88 0.78 1.51 3,152.68 630,58
Human
Resources/Administrati
ve Bervices Mamagel  Felds 108 2582 5381216 28 @ 00251 00500 0.0751 2176 57.962.68 4,050.72 0.65 1.28 2,693.52 53870
11 Position
Deseriptions TOTALS 635,025.44 T4,478.96 875 28.97 60,459.36 17.010.84




